OBJECTIVES
While other reports have covered changes in employee safety behavior (see Research Results RR08-08), this paper presents changes in labormanagement relations since CAB began as indicated through:  A survey of workers and managers, using a standard scale of labor-management relations.  Semistructured interviews of workers and managers, focusing on labor-management relations.
METHODS

Labor-Management Relations Survey
A forced-choice safety-culture survey was administered that included a scale to measure labormanagement relations, specifically the perceived cooperation between labor and management. Fourteen percent of the surveys were returned, a not-uncommon rate for mail-in surveys. The distribution of respondents' ages and their tenure on the railroad was not significantly different than that of the SASU workforce population, suggesting a representative sample. If CAB is effective at improving organizational culture, there should be improvements in the labor-management relations scale from the first to the second administrations.
Interviews
Interviews that included questions on labormanagement relations were conducted three times: in the winters of 2005-2006 ("initial"), 2006-2007 ("midterm"), and 2007-2008 ("final") . The interviews were confidential, were conducted with one interviewee at a time, and lasted about an hour. Diverse viewpoints were sought by interviewing workers and managers, BLET and UTU members, yard and road workers, and workers at various levels of involvement in CAB, and steering committee members, workers trained to conduct CAB observation-feedback sessions, and workers 
Analysis of the interviews revealed several recurring themes related to labor-management relations, which are emphasized in italics below.
From the initial interviews through midterm and final, respondents reported improvements in relations between labor and management. For workers, an important change was seeing a shift toward greater commitment to safety by management, as indicated by the following example interview responses contrasting the start of CAB with two years later: 
CONCLUSIONS
Overall, there is strong evidence from the surveys and the interviews that safety culture in the form of labor-management relations at SASU is improving as a result of the CAB process. Survey data indicates that workers and managers have improved perceptions of cooperation between labor and management. This is corroborated by the interviews, which over time showed increases in perceived management commitment to safety and greater trust and cooperation between labor and management.
Because of the design of this field evaluation, it is not possible to assess the relative impacts from each of the three components of CSA: BBS as practiced by workers, safety leadership as practiced by management, or continuous improvement as practiced by both. Instead, these results should be regarded as the joint impact of labor and management working together on safety.
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Another CSA demonstration pilot focusing on yard work is underway on UP's Livonia Service Unit. Analyses will assess impacts on switching practices, yard injuries and incidents, and culture.
WANT MORE INFORMATION?
For more details about CAB at SASU: These papers are available on the FRA website (http://www.fra.dot.gov) and the Volpe website (http://www.volpe.dot.gov/hf/pubs.html).
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